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ABSTRACT 
Even though the post-apartheid democratic government introduced a “social model” 
approach to address disability, there is still low employment rate of People with 
Disabilities. Government has enacted different legislation aimed at the inclusion of 
people with disabilities into the mainstream of society; however, the majority of people 
with disabilities are unemployed and often denied employment opportunities.  
The study seeks to evaluate employment of people with disabilities, identify challenges 
facing the government departments and local municipalities in employing people with 
disabilities, and to determine what measures can be taken to improve the employment 
of this group.  
A purposive sampling was used to select the government departments and the 
municipalities. A total of seven organisations, participated in the study consisting of four 
government departments and three local municipalities of the Joe Gabi District. During 
the interviews, a semi-structured interview guide was used to generate in-depth 
interpretation from the participants. The data was then analysed using quantitative 
methods such as graphs and tables and qualitative methods such as data coding 
through Tech‟s (1990) framework as described in (Creswell, 2003). 
The findings of the research revealed that government departments and municipalities 
still experience challenges in recruiting and providing employment opportunities to 
people with disabilities. There are a number of factors perceived by participants as 
challenges to low recruitment and employment of people with disabilities. These 
include: 
 A lack of clear internal policies and guidelines at district levels of the government 
departments. 
 Tendency by the government departments and municipalities to use the 
Employment Equity Plans only as a tool for compliance with legislation. 
 A lack of effective recruitment strategies especially for people with disabilities. 
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The participants also suggested a number of ways to improve employment and 
recruitment of people with disabilities, which include partnering with relevant 
organisations that could help in providing work-seekers who are persons with disability, 
developing effective internal recruitment strategies, HR managers to be trained in 
disability management and all relevant legislation and finally departments to fund posts 
specifically for people with disabilities.  
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CHAPTER ONE 
1. INTRODUCTION AND CONTEXT 
1.1 Background of the study 
During the apartheid era the condition of people living with disabilities in South Africa 
were very worse than that of other vulnerable groups. They were excluded from the 
mainstream of society and were unable to access their fundamental rights. The arrival 
of democracy brought changes to the provision of services, from a welfare approach 
into a developmental approach. The welfare approach regarded poor and vulnerable 
people as only beneficiaries of social grants, leading to disempowerment and 
dependence on the government for survival. Disability was addressed within a 
framework known as a “medical model” and this model came with a price- the 
“medicalisation of disability” (Edmonds, 2005) Services were provided within a paradigm 
that perceived people with disabilities as “sick”. Their status in society was defined in 
terms of their medical condition instead of their abilities. The focus when helping them 
was on what they were incapable of doing, rather than on their capabilities. As a result, 
their empowerment was limited to achieving functional independence through 
rehabilitation (Edmonds, 2005).  
After 1994, the democratic government introduced a “social model” approach to address 
disability. This model focused on the abilities of people with disabilities rather than their 
disabilities and it strengthened the principle of inclusion, full participation and 
acceptance of people with disabilities as part of the mainstream of society (Department 
of Social Development 2009). According to (Edmonds,2005) the social model was first 
introduced in North America and Europe in the 70‟s as a result of the movements led by 
people with disabilities who attempted to deconstruct the medical model of disability.  
The movements later expanded to Africa, Latin America and Asia in the 80‟s, and led to 
the establishment of many organisations for disabled people who advocated for the 
rights of people with disabilities.  
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The introduction of the democratic government led to adoption of the Constitution in 
1996 (Act 108 of 1996) which paved a way for the protection of the rights and dignity of 
people with disabilities, primarily their inclusion and integration into the mainstream of 
the society. Chapter 2 of the Constitution contains Bill of Rights for all citizens of South 
Africa and also gives citizens the right to equality, by recognizing the need to implement 
measures to address the disadvantages that particular groups of people encountered in 
the past. People with disabilities are among the groups of people noted by the 
Constitution. The Constitution therefore created a positive environment for the adoption 
of legislation and policy advocated by the social model approach  (Dube, 2005) 
The creation of the new ministry by President Jacob Zuma in his cabinet of 2009 also 
marks the progress made by government in advancing equality of people with 
disabilities with that of all citizens of the country. In his speech President Zuma 
announced that “a new ministry has been created for Women, Children and People with 
Disabilities to emphasise the need for equity, access to developmental opportunities for 
the vulnerable groups in our society” (President Zuma: Cabinet Speech, 2009). This 
new ministry was replacing the three separate offices that were established in 1996-
1998 respectively. This was the Office of the Status of Disabled People, Office for the 
Rights of Children and the Office of the Status of Women; the three offices were 
specifically established to mainstream issues of gender, disability and children‟s rights 
into governance (Department of Social Development 2009). 
Dube (2005) argues that the positive policy environment in South Africa presents a 
unique opportunity for the people with disabilities to address issues such as:  
 Unemployment 
 Poverty 
 Access to education 
 Social security etc. 
 
The study will follow an explanatory model, (Neuman, 1997) writes that the goal of 
explanatory research is to answer “why” questions; with the desire to know why things 
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are happening the way they are. It goes on to identify the reason something happens, 
specifically focusing for causes and reasons. 
This study will therefore look at the problem of employment of people with disabilities, 
which tends to be lower in this group than the people with abilities. Statistics and 
previous research show that it tends to be low though there is enabling legislation 
seeking to promote employment of people with disabilities. This study intends to 
describe the degree to which the problem of unemployment of people with disabilities 
exists in the Joe Gqabi District in the Eastern Cape Province. The researcher is 
interested in the public service because they are the custodians of these polices, and 
they should lead by example, before enforcing compliance in the private sector. The aim 
is to find out whether these government departments are contributing to the 
empowerment of people with disabilities thereby decreasing poverty by employing and 
affording these people with disabilities with employment opportunities. According to the 
Employment Equity Act, each department should have an Employment Equity Plan, 
which has to show among other things where people with disabilities are not 
represented, the numerical goals, time tables and strategies to redress. People with 
disabilities are amongst the disadvantaged group that the Act seeks to redress other 
than black people and women.  
The researcher is working in the Public Employment Service of the Department of 
Labour, which seeks to assist the unemployed to get into the labour market. Throughout 
the researchers working experience in this sector, there were no more than two 
employers who have ever recruited people with disabilities. This indicates that people 
with disabilities are still not recognized as having the capacity to participate in 
productive employment or that the departments do not seriously take effective 
measures to implement policy legislation adopted to redress the disadvantages and 
difficulties that people with disabilities have encountered in the past. 
 
People with disabilities have equal rights as any other citizen; the democratic 
government in South Africa has paved a way for the protection of the rights and dignity 
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of people with disabilities, primarily their inclusion and integration into the mainstream of 
the society. But it seems government departments are not doing enough to fully 
integrate people with disabilities in the mainstream of the society especially when it 
comes to their employment. If the public service is to achieve the dignity of people with 
disabilities, then it needs to promote their employment and afford them with employment 
opportunities which will enable these people to support themselves and participate in 
the economy.  
One crucial challenge that makes government departments to be unable to meet 
employment targets of people with disabilities is the lack of effective measures to 
enforce compliance. Government departments which shall herein after also be referred 
to as “departments” are only required to report on the number of people with disabilities 
employed and there are no measures taken or implemented for departments that do not 
meet the target. An assumption could be made that non-compliance is indicative that 
there are no people with disabilities in the local areas/districts that could be offered 
employment to fill in positions. The researcher is of the opinion that this cannot be the 
case, as people with disabilities do exist and are in need of employment. The 
researcher is aware that these departments may have other challenges such as lack of 
a special recruitment strategy for people with disabilities. If the departments are unable 
to target the disabled population, by ensuring that their job advertisements, for instance 
reach the intended target group, then it is impossible that the target group would apply. 
Each department should have knowledge of available structures within the community 
or district which they can work with in order to ensure that the information on vacancies 
does reach the disabled population.    
If there were effective measures to monitor compliance, then these departments would 
see to it that policies like Employment Equity are effectively implemented. Dube (2005) 
has found that the main challenge with disability mainstreaming is that it is not linked to 
performance management, and this undermines commitment to implementation. All 
employers are required to indicate in their adverts that they are equal opportunity 
employers, and this is evident in their job adverts through a signage of a person with a 
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disability. The researcher is of the opinion that inclusion of people with disabilities in the 
advertisements is not as effective as it should be and much more effective measures 
needed to be implemented. 
Departments should effectively ensure that these people apply or have the opportunity 
to know about vacancies on offer, if possible people with disabilities should be head 
hunted. To enable a better understanding of disabled people, awareness needs to be 
promoted of the limitations faced by this minor sector of the population and one such 
limitation is access to print media that advertise employment. These are some of the 
challenges that are causing the low employment rate of people with disabilities. This 
study will therefore seek to identify if this situation is similar in the targeted departments. 
And help these departments come up with strategies that can be done to afford 
employment and employment opportunities to people with disabilities. 
 
1.2 Problem Statement 
Even though the post-apartheid democratic government introduced a “social model” 
approach to address disability, there is still low employment rate of people with 
disabilities. Government has enacted different legislation aimed at the inclusion of 
people with disabilities into the mainstream of society. However, the majority of people 
with disabilities are unemployed and often denied employment opportunities. This 
creates inequality between the people with disabilities and those who are not disabled 
as the social and economic gap is continuously increasing. Unemployment forces them 
to depend on disability grants and on the mercies of family members for basic survival 
and this causes them to live in poverty.  
WHO, UNESCO, ILO (2004) observe that there is a strong correlation between disability 
and poverty. Poverty leads to increased disability, and disability in turn leads to 
increased poverty. Poverty has a direct link to disempowerment, when people with 
disabilities are not given the opportunity to participate in the labour market; this 
economically disempowers and excludes them socially as they lack opportunity to 
become active citizens within their communities. As such people with disabilities 
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continue to suffer increased discrimination, marginalization and oppression as 
compared to the people who do not have disabilities. 
1.3 Research aims and objectives 
The aim of the study is to evaluate employment of people with disabilities in the 
selected departments, and identify challenges facing these departments in employing 
people with disabilities, and also what measures can be taken to improve the 
employment of this group. 
The Objectives of the study are:  
 To investigate challenges facing the government departments in employing 
people with disabilities. 
 To explore the difficulties encountered by the departments in the implementation 
of legislation and polices such as the Employment Equity Act vis- a vis people 
with disabilities. 
To establish from these department what can be done to improve employability of 
people with disabilities 
 
1.4 Research question 
Research question is stated as follows: 
What challenges are facing government departments of Joe Gqabi District in recruiting 
and providing employment and employment opportunities to people with disabilities? 
Research sub problems/foci 
 Do the departments have an Employment Equity plan? Targets with regard to 
PWDs? 
 How many PWDs in each department? 
 Which positions are they holding? 
 Have these departments ever targeted a person with a disability in filling 
vacancies?  How? If not why? 
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 Almost all these departments in their adverts do note that people with disabilities 
are welcomed to apply, how do they ensure that they do apply? 
 How are post advertised? How do they ensure that the adverts do reach people 
with disabilities? 
 Are these departments aware of other sources they can use to make sure the 
adverts do reach people with disabilities? 
 What challenges do these departments encounter concerning employment of 
PWDs? 
How can the employment of PWDs be improved in the public sector? 
 
1.5 Significance of the study 
The researcher is an Employment Service Practitioner at the Department of Labour and 
deals with employers both in the private and public sector who have employment 
opportunities and recruits via the database of work seekers created by the department 
through its Public Employment Service, called ESSA (Employment Services of South 
Africa). Due to the fact that there are few departments who recruit people with 
disabilities, it becomes a challenge to market the employment service and encourage 
people with disabilities to register in the database as there are few employers who 
would normally recruit them.  
This study will bring insight to the selected departments on their role in empowering 
people with disabilities. They have a mandate to serve through various strategies all 
citizens in the districts, and therefore their services should have an impact on every 
citizen and every vulnerable group in the district including people with disabilities. It is 
hoped that when the findings are made available to these selected departments, they 
will raise an alarm on how to better respond to the problem of employing people with 
disabilities. The study will help identify their shortfalls in terms of their recruitment 
strategies in order to meet the needs of the disabled. 
1.6  Definition of key terms 
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To avoid misunderstanding, several terms are defined as follows: 
 Disability – an outcome of the interaction between a person with an impairment or 
health condition and the environmental and attitudinal barriers she/he faces.( DPSA 
Pocket Guide on Disability, Edmonds 2005) 
 People with disabilities – a person or people (group of individuals) with an 
impairment or health condition who encounters disability or is perceived to be 
disabled (Edmonds 2005). In South Africa also according to the Pocket Guide on 
Disability by the DPSA, acceptable terms are “disabled person and person or 
people with disability). 
 Impairment – a characteristic and a condition of an individual‟s body or mind, which 
unsupported has limited, does limit or will limit that individuals‟ personal or social 
functioning in comparison with someone who does not have that characteristic or 
condition. Impairment relates to physical, intellectual, mental, sensory condition 
(Edmonds 2005). 
 Unemployment – Statistics SA uses two definitions of unemployment, the strict 
definition which regards unemployed as those people who take active steps to find 
employment, desires employment but cannot find a job. The expanded definition on 
the other hand includes everyone who desires to have employment irrespective of 
whether or not they have actively tried to find a job.  
 Empowerment - (Helander, 1993) defines empowerment as an on-going process 
which enables an individual to fulfil and be accountable for his or her duties and 
responsibilities and protect his or her rights in the society. Part of the process is to 
provide people with the necessary resources, opportunities, knowledge and skills 
needed to increase their capacity, to determine their own future and fully participate 
in community life. Empowerment of persons with disabilities therefore refers, to 
giving them a variety of opportunities to discover themselves, be aware of their 
rights, take control of their lives and partake in important decisions that lead to their 
destiny. 
In South Africa the concept empowerment is understood to mean economic enablement 
of groups from previously disadvantaged communities (Miles, 2000). 
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1.7 Organisation of paper 
This research paper will be divided into five chapters. Chapter 1 is the introduction, 
which provides the background of the study, research questions, aims and objectives of 
the study, significance of the study, definition of concepts and organization of the paper. 
Chapter 2 will contain Literature Review. It will consist of other research and analysis of 
employment of people with disabilities both in South Africa and internationally. Chapter 
3 will present the methodological framework of the research. It will include the scope 
and scale of the research, assumptions and delimitation of the study. It will also consist 
of the research design and specific methods that will be used to obtain the research 
data and ethical considerations that may be necessary, data analysis and how the 
findings will be validated. Chapter 4 will consist of the findings and discussion that will 
present the results of the research. Last, Chapter 5 will be a conclusion of the research 
results and recommendation. 
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CHAPTER TWO 
2. LITERATURE REVIEW 
2.1 Introduction 
This Chapter will entail a review of the related studies previously done by other 
researchers concerning employment of people with disabilities. It is important that 
before reviewing other research that has been conducted on this subject an overview of 
the legislation and policies in South Africa is reviewed 
2.2 The Legislation 
The rights of people with disabilities in South Africa are first protected by the following 
legislations and policies: 
 The Constitution (Act No 108 of 1996) The Bill of Rights (Chapter 2) prohibits any 
direct or indirect discrimination against anyone on the basis of disability. There is 
further provision for affirmative action measures to be taken to promote the 
achievement of equality for categories of people including those with disabilities. 
 The White Paper on Integrated National Disability Strategy (1997) which seeks 
to facilitate the realization of the rights of people with disabilities through full 
participation in a barrier free society. The strategy highlights key forms of exclusion 
that make people with disabilities to be vulnerable to poverty, social isolation and 
unemployment. It acknowledges that there are high levels of unemployment among 
people with disabilities and amongst them it mentions: - discriminating practices and 
attitudes by employers, lack of enabling mechanism to promote employment 
opportunities, and inadequate access to information. 
 The Employment Equity Act (1998) empowers people with disabilities to qualify 
for affirmative action employment opportunities within the public and private sectors. 
The Act acknowledges that people with disabilities are unfairly discriminated against 
in terms of employment due to ignorance, fears and stereotypes. As a result people 
with disabilities experience high levels of unemployment than people than able 
people. The main aims of the Act are to outlaw discrimination and to promote equity 
in the workplace. Section 19 and 20 of the Act stipulates that employers must 
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conduct an analysis of employment policies and practices to identify employment 
barriers. These analyses should include the development of workforce profiles to 
determine under-representation of designated groups. It further requires a five year 
plan to be developed called an Employment Equity Plan. The plan should have 
evaluation and monitoring mechanisms to ensure effective implementation. In 
addition to the Act, the Public Service is also mandated to employ a minimum of 2% 
of people with disabilities. 
 Job Access: Consultation document on the recruitment and retention of 
persons with disabilities 2006 - 2010 this is a strategy document adopted by the 
Cabinet of South Africa in 2005, which came into force in May 2006. The purpose 
was to produce a strategy for an inclusive society for full participation and equality 
of people with disabilities, the key aims being to set out a clear plan on how the 
public sector departments would ensure inclusion and participation of people with 
disabilities. The strategy mentions key elements that will be adopted by the entire 
public service to ensure success of the plan, these include: 
 Employability, by helping more people with disabilities into jobs. 
 Equality of opportunity in the workplace, retention by creating better jobs, 
accessibility and developing skills etc. 
2.3 The Literature 
An article by (Tsengu et al, 2006) identified Community Based Rehabilitation (CBR) 
programmes to enhance economic empowerment of people with disabilities, states that 
one of the three main ways to achieve empowerment of people with disabilities is 
through providing them with employment opportunities. They argue that if people with 
disabilities are to be involved they must be fully represented by way of employment in 
all government ministries and offices. Article 23(1) of the Universal Declaration of Rights 
by United Nations states that “everyone has the right to work, to free choice of 
employment, to just and favourable conditions or work, to protection against 
unemployment” (UN 1948). However contrary to that, it is estimated that unemployment 
rate among people with disabilities in the developing world is up to 80% (ILO 2003). It is 
under these circumstances that Caswell (2003) observes that despite the existing 
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legislation favouring people with disabilities, they still remain unemployed. He articulates 
that the legislation is either under-utilized or not enforced.  
The latest Employment Equity Report (2011) also confirmed that transformation is 
happening at a slow process, as only 1.4% of people with disabilities were employed in 
the private and public sector. The Minister of Labour, Mildred Oliphant deemed the pace 
of change “disappointing, discomforting and disconcerting” In explaining her 
disappointment she said “it is thirteen years since the enactment of the Employment 
Equity Act, this gloomy picture is a call for drastic changes to be taken not only by the 
government, but in partnership with organized business, organized labour and 
communities” (ANC Today 2011).  
A study by Dube (2005) on the role and assessment of disability legislation in South 
Africa concluded that during the period 1994-2004 there were a lot of legislation, polices 
and intervention programmes that were formulated to address equity goals in ensuring 
inclusion of people with disabilities in government services. He argues that while there 
has been this much progress in policy formulation, implementation remains a challenge. 
Dube particularly notes the following as challenges: 
 Lack of capacity in government to effectively implement policies 
 Policy implementation issues not appropriately addressed due to limited 
conceptual   understanding by implementers. 
 Inadequate institutional arrangements and general lack of capacity. 
 Policy for disability mainstreaming not linked to performance management, thus 
according to him undermines commitment to implementation. 
The researcher agrees with him on this point, because if the issues of disability 
especially employment of people with disabilities was linked to each department‟s 
performance, they would effectively consider employing people with disabilities as they 
would be expected to report to parliament the number of people employed who have 
disabilities and the reasons for non-performance. The researcher is of the opinion that 
inclusion of people with disabilities should be more than indicating in job advertisements 
that the employer is an equal opportunities employer for People with disabilities, but 
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departments should effectively make sure that these people apply or have opportunity 
to know about the vacancies on offer. If possible, people with disabilities should be head 
hunted. 
Another study that reviews the failure of employers to prioritise disability equity is a 
study by (Bischoff, 2008), in their study they tracked progress on implementation of 
Employment Equity Act since its inception. They concluded that employment of people 
with disabilities remains a challenge, and attributed this to lack of commitment by the 
employers. While (Gida and Ortlepp, 2007) in their study of Human Resource 
Management observed that there are very few employers who had specific strategies or 
policies for the employment of people with disabilities. They concluded that one of the 
barriers to employment of people with disabilities was that companies did not have in 
place internal policies aimed at recruiting and employing people with disabilities. Lack of 
internal policies resulted in the employers giving less priority to disability equity. The 
researchers further observed policy legislation such as the Employment Equity Act  
existed merely as a compliance tool. 
Recently an article citied on the Government‟s Communication Information System 
(GCIS 2011) website about the International day of People with Disabilities which was 
held in Bloemfontein at the end of 2011, gives an account of Mr Sekgalo Lethloo a 
person with disability from Masilo near Welkom, who is also the chairperson of the 
Disabled Peoples‟ Organization in Masilo. He was interviewed on behalf of the people 
with disabilities and he stated that people with disabilities would rather be “employed 
and earn money instead of living off hand-outs and disability grants” Mr Lethloo said he 
wanted “nothing more than a job”. Asked what he would like to see government doing 
for people with disabilities, he said “funds must be set aside for job creation for people 
with disabilities” (GCIS 2011).  What was said by Mr Lethloo is generally what is felt by 
most of the people with disabilities. This shows that they have not yet received the fruits 
of the legislation and polices that have been established in South Africa to assist them. 
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2.3.1 Disability and Employment in Africa and Internationally 
According to Leonard Cheshire International Disability Network (2011) in some 
countries the unemployment rate of people with disabilities is high as 80%, putting them 
among the poorest 15 - 20% of the population. They argue that in every country in the 
world, people with disabilities have higher rates of unemployment than non-disabled 
people.  
In Canada, the Equality and Diversity Directorate of the Public Service Commission 
argued that recruitment of people with disabilities is an on-going challenge. It argued 
that the recruitment rate of people with disabilities was lower than their workforce 
availability rate. They found that percentages of applicants in group remained stable at 
3.0% while their share of employment decreased from 3.3% in 2008-2009 to 3.1% in 
2009 - 2010. They argued that this situation needed to be monitored as it would 
eventually impact on the representation of people with disabilities in the federal republic. 
They further argued that one of the efficient mechanisms to recruit people with 
disabilities was a well-focused outreach strategy to non-governmental organisations 
(NGO‟s) that assist people with disabilities. 
They identified the following challenges in the recruitment of people with disabilities: 
 Stereotypes, negative attitudes and fear held by employers, managers and 
supervisors. 
 Lack of knowledge by employers about the duty to accommodate and how to set 
up structure recruitment programmes. 
 Inaccessible websites including tools that were not user friendly and computer 
illiteracy amongst the disabled. 
 Inadequate outreach strategies and employers not collaborating with NGOs to 
reach job seekers who have disabilities. 
 Lack of accountability at all levels of government  in setting and attaining goals 
to hire 
 Lack of employment support for job seekers in the completion of application 
forms, how to-do job search etc. 
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Tetteh (2008) in his study of employment of people with disabilities in Ghana concluded 
that employment rate of people with disabilities tend to be considerable lower than of 
the non-disabled people in Ghana, like any country regardless of the overall 
employment rate. He argued that unemployment in this group was the major cause of 
poverty.  
A study by the International Labour Organisation (ILO) and United Nations Development 
Programme (UNDP) between 2008 and 2011 in Ukraine found that people with 
disabilities represent one of the biggest vulnerable groups who amounted to about 2.5 
million people. They found that difficulties encountered by people with disabilities in 
finding employment were related to: 
 A gap between their educational qualifications and labour demands 
 Limited number of vacancies opened for job-seekers 
 Lack of sound institutional mechanisms  
 Lack of motivation by employers to employ people with disabilities. 
 
Various statistics on the employment of people with disabilities generally tends to be 
lower across the world. The following are statistics of different regions: 
 Asia and the Pacific- it is estimated that there are 370 million people with 
disabilities, 238 million of working age with their unemployment rate double that of 
the general population. (Perry, 2002) 
 European Union- in 1998 there were approximately 40 million people with 
disabilities and up to 54% of these were of working age. In this region, like in 
others it is said that people with disabilities are two to three times more likely to be 
unemployed than other people (Europs, 1998). 
 Latin America and Caribbean- about 80-90% of people with disabilities are 
unemployed, those who have jobs receive little or no monetary remuneration 
(World Bank, 2004) 
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Argentina- unemployment rate of people with disabilities is estimated to be about 91%. 
It is said that in 2005 there were about 91,000 people with disabilities, out of them 
31,000 were unemployed and economically inactive(European Foundation, 2006). 
2.4 Conclusion 
It is evident from the literature review above that employment of people with disabilities 
remains low across the world. There are many reasons cited by the literature which 
result to the high rate of unemployment among this group. Many of these countries have 
progressive policies aimed at empowering people with disabilities so that they become 
active citizens who contribute to the economy. South Africa is no different; the South 
African Constitution is considered one of the most progressive Constitutions in the 
World, which outlaws discrimination on grounds of race, gender, sex and disability 
(McClain V 2002). The main policy is the Integrated National Disability Strategy with the 
key aim of mainstreaming disability into every sphere of governance, the adoption of the 
Employment Equity Act in 1998, which outlaws discrimination in the workplace and 
during the recruitment process. The Public Service is also mandated through this Act to 
employ a minimum of 2% people with disabilities. However regardless of this 
progressive legislation, people with disabilities continue to be employed less than the 
people who are not having disabilities.  
The Public Sector has struggled to reach the target of 2% since 2005; this target was 
later extended to 2010, to continue until 2015 because of lack of reasonable progress. 
The 2012 report on Commission for Employment Equity reports that people with 
disabilities in South Africa constitute 0.8% of the total workforce (CEE Report 2012).It is 
under these circumstances that this study seeks to evaluate the challenges that face the 
government departments in employment and recruitment of people with disabilities. The 
research further wishes to explore why it is difficult for them to implement various 
policies adopted by the South African government concerning people with disabilities. 
The researcher hopes to establish practical solutions to improve employment of people 
with disabilities, as opposed to do things for the sake of doing them, these policies 
should be concrete realities for people with disabilities, otherwise poverty, and disability 
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discrimination will remain until progressive and practical steps are implemented by 
employers who include the public sector. 
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CHAPTER THREE 
3. RESEARH DESIGN AND METHODOLOGY 
3.1 Introduction 
This chapter presents the methodology used when conducting the research. It includes 
the research design, sampling method, data collection, data analysis and validity of the 
study. 
3.2 Scope and scale of the research 
The study focuses on the employability of people with disabilities by government 
departments. Departments here include the local municipalities which have a crucial 
role in empowering and developing people with disabilities. As stated in Chapter 1, the 
researcher chose to study only the public service, that is the government departments 
as they are the main custodians of the polices and legislation in South Africa. The 
researcher believes that they should lead by example, in terms of empowering people 
with disabilities, before enforcing legislation on the private sector. 
3.3 Population and sample 
Purposive sampling was applied when selecting departments. Maree (2007:80) states 
that purposive sampling is a type of sampling where the participants are selected 
because of the defining characteristic that makes them to be holders of the data needed 
for the study. The focus area of this research is the Joe Gqabi District in the Eastern 
Cape Province and will be on government departments that have district offices within 
the district. There are a total of ten government departments in Joe Gqabi district.  The 
researcher selected four who have district offices located in the district as they have a 
mandate to recruit by themselves and have Human Resource Managers within their 
offices and the researcher would have ease of access to hold face to face interviews. 
Some of the departments not selected, their recruitment process is normally handled at 
provincial level. The Joe Gqabi District Municipality has three local municipalities and all 
the three Local Municipalities form part of the study, therefore the sample size is a total 
of seven departments. This consists of four government departments and the three local 
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municipalities who fall under the Local Government department, but each local 
municipality is studied on its own.   The key informants that would be able to answer the 
research question are the Human Resource Managers of the selected departments and 
municipalities as they are the ones who facilitate recruitments and filling of vacancies.  
These departments are as follows: 
 Department of Rural Development 
 Department of Health 
 Department of Transport 
 Department of Labour- which has a Labour centre, not a district office, but has 
the mandate of filling own positions from salary level 7 and lower. The 
department is filling its positions by recruiting from the database of work seekers 
(ESSA) provided by the department through its Public Employment Services 
Section. 
The three local municipalities of the Joe Gqabi District which are: 
 Maletswai Local Municipality - (Aliwal North, Jamestown) 
 Gariep Local Municipality - (Burgersdorp, Venterstad and Steynsburg) 
 Senqu Local Municipality - (Sterkspruit, Lady Grey and Barkley East) 
3.4 Research design 
The researcher adopted qualitative, case study research method. Maree (2007:75) 
describes the case study as “a systematic inquiry into an event or set of related events 
which aims to describe and explain the phenomena of interest”. Case studies generally 
answer the “how” or “why” questions it is said that the research object in case study is 
often a program, an entity or a group of people. In this study the focus is: 
 The program-employment of people with disabilities and, 
 The entity being the selected government departments.  
This study is an explanatory research which is aimed at evaluating the employment of 
people with disabilities in the selected district. The aim is to find out what are the 
challenges facing government departments in recruitment and employment of people 
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with disabilities. Neuman (1997) writes that the goal of explanatory research is to 
answer “why” questions, with the desire to know why things are happening the way they 
are. It goes on to identify the reason something happens, specifically focusing for 
causes and reasons. 
3.5 Data collection 
According to (Neuman, 1997:227) every method of data collection is only an 
approximation to knowledge. Each provides a different glimpse of reality and all have 
limitations when used alone. Before undertaking any research, it is crucial for the 
researcher to ask and think about the most appropriate and fruitful method for the 
problem at hand. Data collection is an essential component in conducting research, and 
is said to be complicated and hard task. The tool to be used for data collection mostly 
depends on the goals of the research (O‟Leary, 2004).  
The best tool to collect the data that will help in answering the question posed by this 
research would be through interviews. Interviews are a systematic way of talking and 
listening to people and to collect data from individuals through conversations (Kvale, 
1996:14). Through interviews, the reality is constructed from the world of the 
interviewee, and it enables the interviewer to obtain an “insider view” of the social 
phenomenon (Cohen, Manion and Morrison, 2000).  
Most research literature reveals that there are many kinds of interviews which include: 
 Structured interviews 
 Semi-structured interviews 
 Unstructured interviews 
 Non directive interviews 
 
Each of these has various advantages and disadvantages, and their use depends 
largely on the research questions of a particular study.  
This study used semi-structured interviews. Semi-structured interviews are frequently 
used in qualitative analysis (Kvale, 1996). They use open ended questions with a list of 
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questions to be asked, often called the interview guide (Neuman, 1997). The strength of 
semi-structured interview is that the researcher can prompt and probe deeper into the 
given situation, more detailed questions can be asked by the interviewer, not only 
depending on the interview guide. In addition to that the researcher can explain or 
rephrase the questions if respondents are unclear about the questions (Patton 2000).  
The researcher chose semi-structured interviews due to the following advantages which 
would be beneficial to the study: 
 The primary advantage is that they provide much more detailed information than 
what is available through other data collection tools such as surveys. 
 Standardization of some of the questions increases data reliability 
 They still allow replication of the interviews with others, as is this case in this 
study as HR officials of various selected departments were interviewed using 
same questions in the interview guide. 
 They also provide a more relaxed atmosphere in which to collect information, 
people may feel more comfortable in having a conversation with the researcher 
as opposed to filling out a questionnaire for instance. (De Vos, 1998; Neuman 
1997; Patton, 2000 and Kvale, 1996). 
Lastly the interview tool was chosen because it is believed to be the best as it has a 
good return rate than using a questionnaire. The researcher was able to interview all the 
targeted respondents as appointments were made in advance, unlike the use of a 
questionnaire where one is unable to control whether the respondents will return them 
back or not. 
3.6 Ethical considerations 
An informed consent was sought from each participant of the selected department.  The 
overall purpose of the research was stated, and measures to ensure confidentiality were 
properly explained such as:  
 The permission to use a tape recorder, to help in collecting accurate data, the 
tape recordings however will be destroyed once transcribing has been 
completely done 
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 That no personal identities of participants or the departments they represent will 
be mentioned in the research report as the data will be coded 
The findings of the research will not be communicated in any other public audience 
other than for the purpose of the research. 
3.7 Data analysis  
Data was analysed by examining the raw data from interviews using different 
interpretation models.  
Some questions in the interview guide had a bit of a quantitative nature even though it 
was generally qualitative. Therefore the results are presented in two formats, 
quantitative and qualitative data. Tables and charts are used to show responses that 
are easy to be explained numerically. The rest of the data is presented through the five 
main themes and sub-themes that have been identified from the data emerged from 
interviews.  
The themes and sub-themes were developed using Tesch‟s Framework (1990) 
described in Creswell (2003). The frame work involves the following steps: 
 The tape and hand written transcripts were carefully listened to, together with the 
notes taken, read to make sense of the whole data gathered. 
 The researcher specifically looked at the meaning of the data received from 
different transcripts. 
 Then the researcher listed emerging themes and the topics from the interviews of 
the participants in columns according to their similarities. 
 The researcher then assigned codes to the raw data and then identified other 
codes that emerged as the process continues. 
 From the raw data that is coded, major categories and sub categories were 
identified and recorded as themes and sub themes. 
The categories were then grouped and analysed. 
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3.8 Verification of data 
Thomson (2011:77) writes that validity is the most queried aspect in qualitative 
research. He describes five categories that can be used in qualitative research to 
assess the validity of the research, that were developed by Maxwell (1992). These are: 
 Descriptive validity; which refers to the accuracy of the data. It is important that 
the data should accurately reflect what the participants have said. According to 
Maxwell (1992 in Thomson, 2011:77-82) the reporting of the data needs to reflect 
the same accuracy, meaning that transcription needs to be an accurate account 
of what was said. This was made accurate by the researcher during the coding 
process and data analysis. The use of tape recording was crucial and the 
researcher had to repeatedly listen carefully to each transcript. Direct quotes 
have been used in this research to support and validate what the participants 
actually said. This was all done to ensure descriptive validity of the study. 
 Interpretive validity: has to do with how well the researcher reports the 
participant‟s meaning of events, thoughts or viewpoints. As mentioned above the 
researcher ensured descriptive validity by making sure that the data accurately 
reflected what the participants have said. Interpretation of what was said, has 
been supported by quoting directly what was actually said.  Descriptive validity is 
said to be the base of all other forms of validity, as without the accurate data first 
everything else becomes irrelevant (Thomson, 2011).  
 Theoretical validity: goes beyond the description and interpretation to specifically 
addressing the degree to which the researcher brings theoretical explanations. 
The researcher ensured theoretical validity by making sure that the findings of 
the study are supported by appropriate literature. Every theme and subtheme 
that emerged from the data was validated and supported with what the literature 
or theory says, such as referring to previous studies done in the topic and noting 
similar findings that are applicable to this study.  
 Generalizability- Thomson (2011) writes that this refers to the ability to apply the 
theory resulting from the study universally. However he also argues that 
generalizability is problematic in qualitative research as qualitative research is 
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mostly concerned with concepts and characteristics of a selected group, 
therefore findings may only be applicable to a similar group only. As indicated in 
the research proposal the purpose of this research was not to generalise the 
findings to other government departments or municipalities that were not part of 
this study. 
3.9 Summary of the chapter 
In summary this chapter clearly stated the methodology and research design to be used 
in the research. The population is the seven selected departments which includes four 
government departments and the three local municipalities under the Joe Gqabi District 
in the Eastern Cape Province. The purposive sampling was used to select the 
departments. Their defining characteristic is that they are all district offices of Joe Gqabi 
District. Data was collected through semi-structured interviews, using an interview guide 
where the human resource officers of the selected departments were interviewed by the 
researcher. Consent forms were issued to the human resource officers prior to the 
interviews, which explained the purpose of the research, and the handling of interview 
data so as to protect their confidentiality. This is exemplified in this research paper by 
the omission of names and the information will only be analysed for data coding. 
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CHAPTER 4 
4. OUTCOMES 
4.1 Introduction 
In the previous chapter, a detailed description of the coding approach and research 
methodology was discussed, in this chapter, the researcher explains and interprets the 
findings from the interviews. Some questions in the interview guide had a bit of 
quantitative nature even though it was generally qualitative. Therefore, the results will 
be presented in two formats.  
 Tables and charts will be used to show responses that are easily explained 
numerically.  
 Then the rest of the data will be presented through the five main themes and 
sub-themes that have been identified from the data that emerged from the 
interviews. Seven open ended questions were utilized as a guide during the 
interviews 
4.2 Profile of participants 
The table below illustrates the profile of the participants including gender: 
NO 
NAME OF 
ORGANISATION CODE 
POSITION OF PERSON 
INTERVIEWED GENDER 
1 Department of Health DEPT-1 
Manager: Integrated HR& 
Development Male 
2 Department of Transport DEPT-2 Manager: HR Female 
3 
Department of Rural 
Development & Agrarian 
reform DEPT-3 
Manager: Corporate 
Services Male 
4 Department of Labour DEPT-4 
Clerk: Management 
Support Services Female 
5 Gariep Local Municipality LM-1 Manager: HR Department Female 
6 Senqu Local Municipality LM-2 Practitioner: HR  Male 
7 
Maletswai Local 
Municipality LM-3 
Senior Officer: HR: 
Corporate Services Male 
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4.3 Analysis of quantitative data 
As mentioned above, the first two questions during the interviews are quantitative data 
that can only be clearly be presented and interpreted through use of tables and graphs. 
4.3.1 No of people with disabilities in each organization  
Organisations were first asked whether they have people with disabilities in their 
employee profile, and two government departments and three local municipalities 
indicated positively whilst two departments do not have on record any person with a 
disability. The three Local Municipalities had a total workforce profile of five hundred 
and thirty five (535) and each municipality had only one person with a disability. The 
four government departments had a total workforce of four hundred and six with (406) 
only two departments having a person with disability, two people in one department and 
one person in the second department. 
a. Graph showing No of Employees versus No of PWD 
 
The graph above shows the proportion of employees versus the number of those 
with disabilities. There is a huge difference between the total employees and 
those with disabilities, this indicates that in each department or municipality, 
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disability equity is very low, and above the minimum target required of 
departments/public sector which is 2% per department. 
b. Total Workforce profile: All organisations 
 
The chart above shows that people with disabilities constituted only one percent 
(1%) of the total workforce profile for all organizations interviewed. This means 
that in each department or municipality people with disability constituted 1% and 
in some departments even less than one percent. This suggests that departments 
including municipalities do not give a desired attention to disability equity. Most of 
the literature reviewed such as Dube (2005), Gida and Ortlepp (2007), Canada 
Public Service Commission (2009) established that lack of implementation of 
policies and legislation pertaining people with disabilities is either caused by poor 
commitment by leaders, and lack of enabling mechanisms to promote 
employment of people with disabilities. 
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4.3.2 Type of positions held by people with disabilities 
 
The chart above is a representation by percentage of the nature of the positions held by 
People with disabilities and indicates that most of the people with disabilities employed 
by the departments hold low level positions like clerical work. The high rate in clerical 
work could be an indication that there are a few people with disabilities who have a 
formal qualification, which are normally required for most positions.  A study by 
Wordsworth (2003) suggested that a history of limited access to education for people 
with disabilities could be the reason that they are always placed in low positions. 
4.4 Analysis of qualitative data 
Five main themes were identified from the data that emerged from interviews. The 
themes and sub-themes are outlined and discussed below: 
4.4.1 Availability of policies on employment of people with disabilities 
All participants indicated that they do not have internal policies in place concerning 
employment of people with disabilities. Those that said they have a policy, 
approximately 71% only referred to Employment Equity Plan, other than that there are 
no recruitment policies or strategies specifically for people with disabilities. To support 
this finding, Gida and Ortlepp (2007:135-150) revealed there were only few employers 
who had specific strategies or policies for the employment of people with disabilities. 
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They concluded that one of the barriers to employment of people with disabilities was 
that companies did not have in place internal policies aimed at recruiting and employing 
people with disabilities.  
“In this municipality we don‟t have any policy, even the HR policy we have is not a final 
policy, I don‟t know how one is expected to implement a draft policy that is never 
finalized” 
(LM-1: HR Manager, Interview held on 14 August 2012) 
a. Policies not decentralized to District level  
About 51% of the participant indicated that they do not have internal policies in place 
as these policies are normally compiled at the provincial level, such as the 
Employment Equity Plans which are required for every Employer employing more 
than 50 employees. They further articulate that, these policies are supposed to be 
cascaded down to the district offices but this is not happening, as a result 
management at district level is unable to take responsibility and ensure effective 
implementation. An interview held with HR Manager of DEPT-2 on the 20th of August 
2012 for instance, revealed that the Employment Equity Plan for a particular 
department is for the department as a whole, regardless of how many district offices 
are there in the province and it did not matter how many employees in each district. 
This is an indication that the 2% which is the national target stipulated in the Act has 
to be met by the department as a whole.  
In response to questions on whether the guidelines or policies in place are 
monitored and whether in their view was there successful implementation of those 
policies, An interview with the Manager: Corporate Services of DEPT-3 held on 13th 
August 2012, and another interview with  DEPT-1, Manager: Integrated HR 
Management &Development, Interviewed on 20 August informed that there is a 
challenge when it comes to implementation of the equity targets, because these 
districts which also have powers of recruiting and filling of posts at district level lack 
knowledge of the equity targets for the department. As a result of this, in their 
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recruitment and selection processes they do not consider issues like these, for 
example that a particular position can be filled by a person with disability who may 
have the same skills as the person who is not having a disability. They however 
informed that they do look at race and gender issues when filling posts, but they 
generally do not concentrate on disability unless there is an applicant who ended up 
being short listed, it is then that they would see that a candidate has a disability.  
Below is a statement from one of the participants when asked whether there were  
any guidelines that their offices have on employment of people with disabilities. 
 “We have an EE plan that is drafted by our Provincial office, it 
does not specifically inform us of our own targets and plans as 
the district, it also does not tell us of our roles and responsibilities 
at district level in order to work together with the province in 
ensuring that those plans are implemented so that targets 
outlined there are met” (DEPT-2, HR Manager, Interviewed on 
20 August 2012) 
The main challenge, which has been articulated, is that these policies are not 
decentralized to district levels as a result of this, those who are supposed to be 
direct implementers lacked knowledge of what is required of them, they are not 
sensitized to the importance of prioritizing people with disability in their recruitment 
strategies.  
A study by Dube (2005) on the role and assessment of disability legislation in South 
Africa, supports the above finding as he concluded that while there has been this 
much progress in policy formulation concerning employment of people with 
disabilities, implementation remained a challenge. Dube particularly notes the 
following as challenges: 
 Lack of capacity in government to effectively implement policies 
 Policy implementation issues not appropriately addressed due to limited 
conceptual understanding by implementers 
31 
 
 Inadequate institutional arrangements and general lack of capacity.  
 Policy for disability mainstreaming not linked to performance management, 
thus according to him undermines commitment to implementation. 
b. The Employment Equity Plan Only for Compliance 
Some of the participants were of the view that the manner in which the issue of 
employment of people with disability is treated by the public sector as a whole 
indicates that it is being done only as a matter of compliance with the relevant 
legislation. The one of the reasons for this rationale is that no follow ups are done to 
ensure effective implementation of the plans. One of the participants stated this: 
“The department has a guideline in a form of an EE plan, but to be honest, I believe 
that it is only for compliance with the law, as there is no follow up made to ensure 
that as districts we comply and adhere to the equity targets mentioned there” 
(DEPT-3 Corporate Service Manager, Interviewed on 13 August 2012) 
This finding is supported by Bezuidenhout et al (2008) in their study where they 
tracked progress on implementation of the Employment Equity Act since its inception 
and concluded that employment of people with disabilities remains a challenge, and 
attributed this to lack of commitment by the employers. 
4.4.2 Implementation and monitoring of the guidelines and plans 
Almost 86% of the participants struggled to answer the question regarding their view on 
the successful implementation of policies, because they had indicated in the previous 
question that they do not have policies in place. Some referred only to Employment 
Equity Plan as the policy they have, even though they felt that plan is not effectively 
implemented. They highlighted lack of communication and lack of appropriate 
monitoring tools as challenges to implementation. 
a. Lack of communication between the districts and provinces 
The organizations that indicated they have guidelines on employment of people with 
disabilities, referred only to the Employment Equity Plan. When asked about 
implementation successes, they indicated that implementation is very poor due to 
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lack of communication between the districts and the provincial offices. The 
researcher was informed that even though plans are there, there is no monitoring of 
the same and are not sure whether they are doing what they are supposed to be 
doing during the recruitment process.  
b. Lack of appropriate monitoring tools 
71% of the participants indicated that poor implementation is due to lack of 
monitoring strategies to ensure that they are doing what they are supposed to do 
during recruitment processes. This lack of monitoring meant that if they overlook 
issues such as disability equity as they are doing, there are no other measures being 
done to ensure accountability. This indicates that the employment of people with 
disabilities is not one of the key performance areas in their performance 
management; as a result there is no appropriate monitoring tool. Here are some of 
the statements from the participants to support this finding: 
“The policies and guidelines are done by our provincial office, and I have been here 
for the past 6 years and so far, there has never been any monitoring concerning 
people with disabilities” (DEPT-1, Manager: Integrated HR Management 
&Development, interviewed on 20 August 2012) 
“No, there is no monitoring; this thing of Employment Equity Plans is purely done for 
compliance purposes” (DEPT-3 Corporate Service Manager, Interviewed on 13 
August 2012) 
This finding is similar to what has been mentioned, in a study by Dube (2005) where 
he finds that there was generally poor implementation of policies and legislation 
concerning employment of people with disabilities due to lack of capacity in 
government to effectively implement policies, and that when the implementation of 
policy is not linked to performance, amounted to undermining the existence of those 
policies due to lack of accountability and commitment to implementation. The 
Equality and Diversity Directorate of the Public Service Commission in Canada find 
33 
 
similar findings in its study of low employment of people with disabilities in that 
country. It found that low employment rates of people with disabilities were due to: 
 Lack of knowledge by employers on how to set up a structured recruitment 
program for People with disabilities 
 Lack of accountability to all levels of government  in setting and attaining 
goals to hire People with disabilities 
4.4.3 Proactive recruitment of people with disabilities 
It is interesting to note that the participants shared a similar view when answering the 
question that asked them how were they are proactively recruiting people with 
disabilities. They all mentioned that there is nothing their organizations are proactively 
doing to recruit people with disabilities. The adverts/vacancies that are posted through 
newspapers are stating in bold that “The department/municipality is an equal 
opportunities employer” but there is nothing they are doing to ensure that this statement 
served to be true concerning people with disabilities.  
The Job Access (2006-2010) consultation document, which is a strategy for the Public 
Sector on recruitment and retention of people with disabilities, mentions that one of its 
key priorities for action was employability where it aimed at “helping more people with 
disabilities into jobs”  
It states that the activities of departments would critically look at: 
 engaging departments to improve their attitudes towards people with disabilities 
and understanding of what it means to employ a disabled person 
 Building information networks to bring together and disseminate important 
information to people with disabilities. 
 Budgeting for the cost of innovative staffing strategies and solutions for 
employees with disabilities 
The concept document acknowledges that accessibility to up-to-date government 
information is cited as a crucial service by most sections of the disability sector. 
However despite strategies like these, implementation is still not happening. This could 
be attributed to lack of accountability and lack of commitment by the departments. 
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4.4.4 Consultation of other organization or structures that can help in getting 
PWDs 
About 99% of the participants interviewed indicated that they have knowledge of 
structures that they could consult if they wanted people with disabilities such as 
Disabled People South Africa (DPSA) and the Disabled People which are available 
within the Joe Gqabi district. However, all of them informed the researcher that they 
have never consulted any of those organisations. This indicates lack of accountability 
on the side of all those people responsible for ensuring that disability equity is achieved 
in the workplace. This is related to what was found by the Canada Public Service 
Commission where they find that there was: 
 General lack of accountability to all levels of government in setting and attaining 
goals to hire People with disabilities 
 Inadequate outreach strategies and employers not collaborating with NGOs to 
reach job seekers who have disabilities. 
The Job Access consultation document (2006-2010) acknowledges that a key to 
improving employability of people with disabilities required government departments to 
work in partnership with disability organizations and specialist providers, and it called on 
all departments to formalize partnership with service providers and Disable People‟s 
organizations as customers of their recruitment. It further encourages government 
departments to ensure accessible, structured communication and information 
dissemination on work and employment-related information, advice and guidance to 
persons with disabilities. 
4.4.5 Suggestions to improve employment of people with disabilities 
Almost all the participants share the same sentiments that there is a lot they could do as 
departments to make an impact on employment of people with disabilities. Beginning 
from developing their own internal polices as according to their view is the main threat 
to achieving disability equity, to training of human resource managers on disability 
management and recruitment. In the participants view, ignorance of what is supposed to 
be done and general lack of knowledge that disability equity is as important as other 
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equity targets like race and gender hinders effective implementation of policies. Liaising 
with other role players in the disability sector to attract people with disabilities is also 
viewed as important, and finally that the department need to find suitable posts for 
people with disabilities. 
 
To develop internal policies for recruiting and employment of people with 
disabilities 
Most of the participants indicated that their organizations can perform better concerning 
employment of people with disabilities by first developing internal policies for 
employment of people with disabilities. They were of the view that one challenge that 
hinders recruitment of people with disabilities is that they do not have internal policies to 
guide them in the first place. The only guideline they have made mention of when asked 
whether they have any guidelines was the Employment Equity Plan, which again was 
not effectively implemented with regard to disability equity, as there are no recruitment 
strategies in place to assist in adherence to the equity targets mentioned in the plan.  
The findings of the National Rehabilitation Board of Ireland (2004) and a research 
conducted by Gida and Ortlepp in South Africa (2007:135-150) revealed there are only 
few employers who have specific strategies or policies for the employment of people 
with disabilities. Both studies concluded that one of the barriers to employment was that 
companies did not have in place internal policies aimed at recruiting and employing 
people with disabilities.  
Training 
Approximately 57% of the participants felt that participation in this study was useful as it 
raised awareness to them about the low rate of people with disabilities in employment. 
They all indicated that disability is always overlooked in their recruitment processes, 
because of lack of knowledge and understanding that it was as important and equal as 
other issues such as race and gender. They suggested that the training of management 
in general and the human resource management in particular that will help them to be 
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disability conscious and to understand the importance of prioritizing disability issues in 
their recruitment and employment strategies.  
Some of their statements, when responding to the question of what they could do 
differently in their organizations are as follows: 
“You know, first let me say that the topic of your research is very important it 
is raising awareness to us that we are doing too little in terms of helping the 
disabled people to get into the labour market may be we need training as 
Human Resource Managers, to sensitise us about the importance of 
achieving disability equity in our workplace” (DEPT-3 Corporate Service 
Manager, Interviewed on 13 August 2012). 
“This interview is very useful to us as the department, because it is reminding 
us that we need do things very differently if we are to make impact on the issue 
of employment of people with disabilities. I feel that training on matters like 
these will be the first step in making difference” (DEPT-1, Manager: Integrated 
HR Management &Development, Interviewed on 20 August 2012) 
your research topic is very interesting, as it is raising an awareness to us that 
we need to do more than what we are doing to help people with disabilities to 
be equal with non-disabled in terms of employment opportunities”(LM-2, HR 
Practitioner 17 August 2012) 
Most of the studies done on the employment of people with disabilities (Dube, 2005; 
Gida and Ortlepp, 2007 & Canada Public Service Commission, 2008) support these 
findings, as they all conclude that lack of knowledge and understanding of disability 
issues contribute to the barriers experienced by organisations in recruitment and 
employment of people with disabilities. 
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Proactive recruitments by engaging and liaising with other stakeholders in the 
disability sector 
Approximately 86% of the participants w ere of the opinion that recruitments could be 
done differently by beginning to proactively recruit people with disabilities when they 
have vacancies. Most of them have initially suggested that people with disabilities are 
not employed because they do not apply for advertised positions. The researcher 
probed further in this question, by asking what the organisations were actually doing to 
make sure that the vacancies do reach these people. Most of them indicated that there 
is nothing they are doing except that it was already mentioned in their adverts that they 
are „an equal opportunities employers or that people with disabilities are welcomed to 
apply”. 
The interviews revealed that most participants were of the opinion that people with 
disabilities have little access to the modes that are used to advertise positions such as 
the national newspapers which most departments and municipalities use when 
advertising positions. However regardless of that insight, they indicated that they are not 
consulting relevant organisations who may have direct access to people with disabilities 
and inform them of available positions so that they are able to apply. In responding to 
the question of how would they do things differently they mostly suggested that they 
need to engage more with local and national structures for people with disabilities. 
Departments to fund positions specifically for people with disabilities 
50% of the participants were of the view that recruitment and employment of people 
with disabilities was low because their departments were not having relevant resources 
that might be needed by a particular person with a disability. They suggested that 
government departments need to fund positions suitable for people with disabilities. 
Most of them felt that government needed to do more than focusing on the physical 
restructuring of buildings but to accommodate them through the necessary equipment 
that may be needed to support people with disabilities.  
These are described as assistive devices, and when these resources are not available 
in the departments it will not be easy to just recruit and employ a person who might 
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need a certain computer program or a surround sound system so that a hearing aid is 
able to pick up sound easily. Government departments are not lacking financial 
resources to have these kinds of equipment; it could be that there is general lack of 
commitment form their side. This is what was found by Dube (2005) in his study, where 
he associated the challenge mentioned above with lack of commitment to support the 
legislation that requires employers to create positions for people with disabilities. 
Some of their responses when articulating this point include: 
“My department can only make impact first by providing resources needed by 
PWD in doing their work, because currently there are no implements for 
them….. and how one would be employed and expected to perform without the 
necessary implements such as computer programmes designed for them” 
(DEPT-4, Practitioner: Management Support Services, Interviewed on 17 
August 2012) 
 “I think government departments are not willing enough to support people with 
disabilities, because if they were, then each department would make sure that 
there are specific posts that are funded for PWD, infect this starts from the 
Treasury up to the DPSA as this would require budget for specific equipment 
and resources that might be needed by the employees who have a certain 
disability” (DEPT-3 Corporate Service Manager, Interviewed on 13 August 
2012) 
Advocating for education and skills development for people with disabilities 
Fifty eight percent of the participants are of the view that education and skills 
development always play a major role for any person wanting to enter the labour 
market, regardless of a disability or not. They suggested that departments need to give 
more bursaries to people with disabilities, and at local level they should be encouraged 
at all times to finish high school as matric is a gateway to more learning opportunities. 
These are some of their statements on this issue: 
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“Departments need to have memorandum of understanding with institutions of 
higher learning such as Nursing Colleges, Universities, who should actively 
recruit disabled learners for higher education, then it will be easy for them to be 
prioritised for employment opportunities once they graduate” (DEPT-1, Manager: 
Integrated HR Management &Development, Interviewed on 20 August 2012) 
We can encourage Agricultural colleges and other FET colleges to focus on 
enrolling more learners/students with disabilities and our department can then 
start to recruit them for employment once they complete course” (DEPT-3 
Corporate Service Manager, Interviewed on 13 August 2012) 
The White paper on Integrated National Disability Strategy (1997) supports the above 
view, by acknowledging that access to Adult Basic Education and training (ABET) is the 
key to economic freedom for adults with disabilities, however it is interesting to note that 
even the present policy guidelines for ABET make no provision for the special needs of 
learners with disabilities. This indicates that policy making in South Africa is not 
coherent, policies do not speak to one another. These polices are somehow related and 
connected to each other, but one finds that a certain policy would not make provisions, 
that have been already made in another policy. This challenge if not attended by the 
policy makers, will continue to cause disparities between people with disabilities and 
those who are not. 
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4.5 Summary of the chapter 
The main aim of this chapter was to present the research findings and support them 
with appropriate literature. The findings were presented into two forms, quantitative and 
qualitative analysis. Quantitative data was from the first two questions of the interviews, 
which had to be presented in numerical form with tables and graphs, the second part of 
analysis of findings was the qualitative part. This part was presented into themes and 
sub-themes that emerged from the interviews held with participants. Human Resource 
Managers who are the key informants in this study were interviewed from seven 
organisations that consist of four government departments and three local municipalities 
of the Joe Gabi District. All participants were Human Resource Managers. 
. 
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CHAPTER FIVE 
5. CONCLUSION AND RECOMMENDATIONS 
5.1 Conclusion 
This research turned around the research question that the study attempted to answer: 
“What challenges are facing government departments of Joe Gqabi District in recruiting 
and providing employment and employment opportunities to people with disabilities.  
This study followed a research design where the researcher chose qualitative, case 
study research method and sought to evaluate whether the selected departments are 
employing people with disabilities, and to identify challenges facing these departments 
in recruitment and employment of people with disabilities. This study adopted an 
explanatory research design using semi-structured interviews to evaluate the 
employment of people with disabilities in the selected district.  
The data was analysed using quantitative and qualitative methods. There were 
questions in the interview guide which were numerical in nature, and therefore could 
only be interpreted through use of charts and graphs. In the qualitative analysis, the 
researcher adopted Tesch‟s (1990) eight steps of data analysis as described in 
Creswell (2003). This eight step process assisted the researcher to come up with 
themes and sub-themes of the findings.  
The fieldwork findings showed that disability equity is still very low from both 
government departments and municipalities, as it is far less than the 2% statutory target 
as required by law in each department or municipalities. 
The second question asked to the participants was to establish the type of positions 
held by the people with disabilities. It was observed that most of the people with 
disabilities employed by the departments and municipalities hold low level positions like 
clerical work and this was attributed to the fact that only a few people with disabilities 
had formal qualifications, which are normally required for most senior positions. A study 
by Wordsworth (2003) supported the findings, suggesting that a history of limited 
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access to education for people with disabilities could be the reason that they are always 
placed in low positions.  
The major findings of this research found that the government departments and 
municipalities still experience challenges in recruiting and providing employment 
opportunities for people with disabilities regardless of various enabling legislation that 
has been adopted by the South African government. The findings of this study also 
reveal that these organisations are even unable to meet the statutory targets set for 
representation of people with disabilities in the workplace, which is 2% for both public 
and private sector. Participants in this study reflect various factors that contribute 
towards low employment of people with disabilities by the government departments and 
municipalities. 
One of the key challenges is that there are no clear internal policies and guidelines at 
district levels of the government departments, as a result human resource officers who 
are the key implementers of the legislation do not have the knowledge to adhere to 
disability equity in the workplace. 
Some of the participants have admitted that disability equity is not considered at all in 
most cases of recruitment for various positions at district level. This non adherence to 
disability equity is mainly a result of lack of internal policies to guide the human resource 
personnel with regard to each department‟s measures to ensure representation of 
people with disability in the workplace.  
The findings suggest a tendency by the government departments and municipalities to 
use the Employment Equity Plans only as a tool for compliance with legislation, such as 
the Employment Equity Act  
The findings of this study reveal that where there are Employment Equity Plans in 
departments and municipalities there is still no implementation plan and no measures to 
monitor and evaluate progress made. The participants interviewed articulated that they 
do not have clear knowledge of what they should do, they do not know the employment 
equity targets of their departments as these are compiled at provincial level and do not 
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come down to district level where they are supposed to be implemented.  In 
municipalities, there is no accountability either, as these plans are there but there is lack 
of effective implementation and no one is accountable to monitor progress.  
Moreover, the findings suggest that departments and municipalities lack effective 
recruitment strategies especially for people with disabilities. It would be difficult for them 
to have recruitment strategy for people with disabilities without having policies in place. 
All of them mentioned that there is nothing they are proactively doing to attract work-
seekers who are persons with disability; except that their adverts are mentioning that 
the departments are equal opportunities employers.  
Various literature reviewed on the issue of employment of people with disabilities have 
found similar findings which show that the main challenge with regard to employment of 
people  with disabilities remains with employers both in public sector and private sector. 
5.2 Recommendations 
From the findings of this study it is evident that government departments and local 
municipalities experience challenges in recruiting and providing employment 
opportunities for people with disabilities. The challenges come from three main 
problems that seem to exist within these organisations which are the following: 
 No internal policies/guidelines at district level 
 Employment Equity Plans are not effectively utilized to implement disability equity 
 Lack of recruitment strategies 
Based on the above the following is recommended: 
 Promotion of disability equity to be among the key performance areas (KPA) in 
performance agreements of HR managers. 
 The findings of this study suggest that one of the main problems resulting in the 
above mentioned challenges is that there are no measures to ensure 
accountability at all levels of governance. For disability equity to be a priority 
government departments and municipalities need to prioritize this issue as one of 
the key performance area in performance agreements. This would enhance 
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effective implementation and management of disability equity in the workplace 
and prevent the adoption of employment equity plans merely for compliance with 
legislation. But every person responsible from implementation u to monitoring 
should be held accountable. 
 Presence of disability equity forum 
There is a need for a forum of this nature at district level, provincial and finally 
national level. This Forum needs to be facilitated by an organisation independent 
of the government such as the Disabled People‟s Organisation, which will act as 
a watchdog monitoring the progress in the public sector including municipalities. 
This is where each department will be represented by the Human Resource 
Manager. All disability issues should be discussed in this forum, beginning from 
implementation and management of disability equity by various government 
departments. It would play a role of overseeing that each department is playing 
its part in all issues of disability such as: 
o Measures to promote disability equity in the workplace, however this all 
begins with the presence of Employment Equity Plans in each department, 
because there is nothing that can be implemented without the knowledge 
of what is to be done, in terms of how many people with disabilities are 
there, what number is still required to meet the target of each department 
or municipality. The presence of the EE plan is not enough as has been 
shown by the findings of the study, the role of the forum should be to 
monitor implementation of the EE plan, where each department should 
report at least every semester as to the progress it is making to implement 
the plan. 
o Overseeing that each department has effective recruitment strategies 
aimed at attracting work-seekers who are persons with disability 
General monitoring and advocating for departments to avail funds and resources for 
people with disabilities to be productive at work through provision of required assistive 
devices 
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APPENDIX A: INTERVIEW GUIDE 
Introduction of Interviewer  
Hello, my name is Pumeza Giwu. I am conducting this research, first as part of the 
fulfilment of my Master‟s degree in Development Studies. Secondly, the topic is of 
particular interest to me as a public service civil servant who is working as an 
Employment Service Practitioner with the department of Labour. My main duties involve 
working with the unemployed and under-employed, where we aim to assist them to get 
into the labour market. We do this by:  
 Registering work-seekers in the computerized database, which allows them to 
register their work experiences, skills and contact details 
 Recruitment and selection-which involves identification of opportunities through 
networking with stakeholders and match individuals to specific job opportunities. 
 
In my work since the introduction of the programme by the department, there have been 
less than 1% of employers recruiting people with disabilities, and as a result few of them 
have been placed in job opportunities.   
Purpose of the study is: 
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To evaluate employment of people with disabilities in the public sector departments 
(especially these like yours, which have District offices within the District Municipality 
and often have a mandate to advertise and recruit at district level) Objectives are to: 
 To investigate challenges of government departments/Municipality in employing 
people with disabilities. 
 To explore why is it difficult for these department to implement legislation and 
polices such as the Employment Equity Act especially concerning people with 
disabilities.  
 To establish from these department what can be done to improve employability 
of people with disabilities 
 
Seeking informed consent 
 This interview will last about 25 Min 
 The information you give will be used solely for the purposes as discussed above 
 All interview data will be handled so as to protect confidentiality. Therefore no 
names will be mentioned and the information will be coded. 
 To facilitate the interview and obtaining accurate information, the interview will be 
recorded by using a tape recorder (cell phone). However the recording will be 
destroyed as soon as it has been transcribed. 
 
Do you agree? And can we therefore continue…… 
QUESTIONS  
1. Question 1  
Do you have PWD employed in your organisation? 
 
2. Question 2 
What type of work are they mostly doing? 
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3. Question 3 
What percentage of your workforce do they constitute? 
 
4. Question 4 
Does your organisation have any guidelines on Employment of PWD? 
 
5. Question 5 
 What form of guidelines do you have? 
 
6. Question 6 
Are these policies / plans monitored? 
 
How often? 
 
7. Question 7 
In your view are these policies successfully implemented? 
 
Why do you think so? 
 
8. Question 8 
Can the employment of PWD be done differently by your organisation? 
 
If your answer above is yes, how? 
51 
 
 
9. Question 9 
Again if your answer above is No, why? 
 
 
 
 
We have come to the end of our interview. I would like to thank you very much for 
availing yourself and for the valuable information you have shared towards the success 
of this research.  
Can I get your full names and your position and the section you are working at? As I 
said earlier, you do not need to worry, as no names will be mentioned in the report. 
 Full Name:            
 Section: 
 Position: 
 Department: 
Would you mind if I contact you back, for any clarities concerning the information you 
have just shared, if need arises when I am reviewing the transcript material?  
 
 
